
The Improvement Of HR Priority Areas When Managing Talent
Heba Alhanbali (1914458)



[bookmark: _Toc131589074]EXECUTIVE SUMMARY

An Overview of the Marriott Inc.
Marriott International began in 1927 with a small root beer stand and has since grown into a multinational hospitality corporation that owns and manages 30 hotel brands. With over 8,000 properties in 131 countries and an employee size of 377,000 in 2022, Marriott provides outstanding service to its customers through extensive investment in training and development programs. This report focuses on training and development, and diversity and inclusion areas of HRM functions of Marriott Inc.
Marriott offers various training and development programs to its employees, such as service-oriented training, the Gateways program, and global hourly training. However, there is a need to enhance the use of technology in employee education and recruitment and improve the tracking of the success of these programs. In terms of diversity, inclusion, and equity, Marriott has various initiatives, such as the Unity Program, the Takecare initiative, and collaborations with diverse organizations. However, managers' lack of awareness and sensitivity to their employees' cultural backgrounds and experiences is a weakness. 
To address these issues, recommendations include utilizing AI technology in HR, implementing High-Performance Workplace Practices, improving diversity in the workplace, responding to employee turnover, promoting functional flexibility through H.R. practices, and adopting Ulrich's H.R business Partner framework. By implementing these recommendations, Marriott can improve its employee training and development, diversity, and inclusion initiatives and ensure the success of its workforce.
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[bookmark: _Toc131589075]Introduction

[bookmark: _Hlk130857409]The hospitality sector may be large and varied, yet there are commonalities among its various subsectors. One of these challenges is finding and retaining employees with a broad range of expertise to meet the needs and wants of a diverse customer base (Nguyen & Malik, 2022, p.483). The people that work for a hospitality business are its most asset. There is a clear correlation between how well their job is handled (facilitated) and the success or failure of the business. A well-defined and finely tuned recruitment policy is crucial in today's global candidate short market if a company is to meet its goals and gain a significant portion of the current competitive market. 
[bookmark: _Hlk130857490]The success of the hotel sector depends heavily on recruiting and selecting the appropriate people since the best delivery will be improved if suitable procedures are implemented (Hassanein & Özgit, 2022, p.2) and the right individuals are recruited who can handle their responsibilities to the best customer satisfaction. This report will critically evaluate training and development, and diversity and inclusion areas of HRM functions within the context of talent management that are essential to the strategic function of Marriott Inc. citing strengths and weaknesses and propose strategies to overcome the weakness in talent management.
[bookmark: _Toc131589076]Overview of Marriott International Inc.

In 1927, Marriott and Alice opened a small stand selling A&W root beer. This was the beginning of what would become Marriott International (2022). Residents were so enthusiastic about the root beer stall that it paved the way for the Marriott family to establish additional eateries and the initial eatery on the East Coast, which led to the company making it public on the share market. J. Willard Marriott established the first Marriott hotel, the very first automobile hotel worldwide, too much acclaim in 1957. Currently, Marriot is among the greatest and largest hotel and travel firms globally. 
Marriott International is a multinational hospitality corporation that owns and manages 30 hotel brands. Marriott is a visionary organization that aims to be the people's favorite travel organization globally. The company strives to improve its customers' quality of life by designing and facilitating unparalleled leisure opportunities. Guests can expect nothing less than outstanding service from Marriott's workers because of the company's unwavering dedication to people management and extensive investment in training and development programs.
It has more than 8,000 properties in 131 countries. As of 2022, Marriott had an employee size of 377 000, a 214% rise from 2021 (Marriott International, 2022). In addition, Marriott has a novel membership initiative known as Marriott Bonvoy, which consolidates 3 previous loyalty initiatives into one and offers rewards points to the hotel chain's 150 million customers. It is an example of how profitable a global corporation can be in that they have an overall value of $10.6 billion. This statistic shows that the company has become well known for its progressive and welcoming culture, which has helped it successfully recruit, train, and keep hold of a diverse group of highly skilled workers. To ensure the continued success of Marriott, the company has implemented talent management techniques to foster a culture of competence, consumer satisfaction, and employee involvement. 
[bookmark: _Toc131589077][bookmark: _Hlk130857962]Priority #1: Training and development

[bookmark: _Hlk130858026]Service-oriented training for the Marriott brand, which details the company's rules and culture, Instruction on obeying the rules, which details the prohibitions at Marriott, and assault education are all provided to new workers as soon as they begin working for the organization. Any worker at Marriott is required to take this training, as important new information will always be included in the course materials (Virdanty et al., 2022, p.15). The company places a premium on its training and development initiatives for workers because it understands the importance of having a talented staff. Marriott's personnel management strategy places a premium on training and development because of its important role in attracting, developing, and retaining outstanding talent.
Marriott, like other hotels, has a set of defining principles that serve as the basis for all they do and set them apart from rival businesses. Marriott’s basic principles include putting people first, seeking quality, accepting change, acting with honesty, and supporting the hospitality industry. According to this "people first" tenet, staff welfare must come before that of customers. Marriott recognizes the importance of its workers' psychological and emotional well-being to the company's long-term success and sustainability. When workers' desires are satisfied, they can better advance in their careers and meet the needs of the company's customers.
Training opportunities at Marriott International are extensive: Customer service, communication, leadership, and technical proficiency are just some of the many areas of study encompassed by this program. Courses can be taken online, in a classroom setting, while on the job, or even with a coach helping. The program aims to give workers the knowledge and abilities they need to give first-rate service to customers and advance their careers within the organization.
Gateway program: The Gateways initiative is geared toward hourly workers who are not in management positions. Its goal is to instill in students the specialized expertise necessary to do certain tasks. Departments like Accounting, HR, IT, Loss Prevention, PR, and Sales are all a part of this.
Global hourly training: Marriott claims that all hourly employees receive daily learning sessions lasting fifteen minutes. This program concentrates on the fundamentals workers need to know and accomplish their duties, such as cooking, room service, and shopping.
Courtyard by Marriott University: The purpose of this institution is to teach hotels how to better compete in today's industry, what customers should expect from the brand's products and services, how to set reasonable prices, how to run a successful restaurant, and how to set individual goals for their properties (Virdanty et al., 2022, p.20).
Recruits' orientation: All workers first participate in an orientation designed to equip them with the information and training they need to perform their duties successfully. The purpose of the training is to acquaint new employees with the hotel, the surrounding area and Marriott brand.
Another strength of Marriott's training and development programs is its emphasis on leadership development. The company offers a range of programs designed to help employees at all levels of the organization develop their leadership skills. These programs include leadership training for managers and mentoring and coaching programs for employees interested in advancing their careers. For instance, Marriott's Voyage Global Leadership Development program serves as a platform for advancement inside all of Marriott's hotel brands by providing tools and guidance to the hospitality industry's up-and-coming leaders (Hilton, 2019).
Marriott International has some great staff development initiatives, but they might be even better in keyways. To begin, the organization has room to improve its use of technology in employee education and recruitment. Although the organization already offers online courses, there is room to improve the quality of the training by using new technologies like virtual reality.
The second area for improvement is how the organization tracks its training initiatives' success. The training programs might have a greater influence on employee performance and customer satisfaction if the organization took a more holistic approach to monitor the impact of these programs.
[bookmark: _Toc131589078]Priority #2: Diversity, inclusion, and equity

A diverse workplace is one in which all workers are entitled to fair treatment and respect, notwithstanding their gender, race, age, ethnicity, physical prowess, sexual identity, religious affiliation, political opinions, or any other factor that can divide a team (Barry-Duke, 2021, p.22). The key to promoting diversity and inclusivity in the workplace is straightforward: treat your staff with respect and try to ensure everyone's voice is heard because staff members are crucial to the smooth operation of any hotel (Ability Options, 2022). The hotels owned by Marriott International, Inc. are committed to fostering an environment where everyone feels welcome. Their commitment to diversity is reflected in how they do business by fostering a welcoming workplace through initiatives like the Unity program.
To ensure that all visitors, workers, owners, and vendors felt welcome, Marriott initiated the Unity program, which actively encouraged them to work together. A company's ability to attract and keep talented people is bolstered by a culture of unity, which helps those people rise to the ranks. TakeCare is another well-known Marriott inclusion program that aims to connect people from different backgrounds by providing them equal access to development, networking, and meaningful work (Chon & Zoltan, 2019). When an employee from any Marriott International property experiences financial hardship due to a natural catastrophe or other individual circumstances, they can apply for a grant from the Take Care Relief Fund.
Marriott is committed to working with guests from all walks of life and aims to create welcoming experiences welcoming experiences (Perkins-Chavis, 2017, p.234). Marriott's #LoveTravels Campaign is one latest initiative to create a more welcoming atmosphere for travelers. Through this campaign, visitors can talk about their recent adventures and share what drives them most on the road. Through this initiative, visitors to the Marriott will feel comfortable opening up about their travel experiences. Visitors to any of Marriott's hotels should be able to come there to get away from it all, unwind, and feel secure for as long as they would like to.
Regarding its workforce, Marriott stresses the significance of a company's ability to foster a welcoming atmosphere for all staff members and to promote internal mobility. Marriott's concept is based on the idea that if they treat their employees well and foster an open work environment, the staff will be motivated to provide exceptional service to visitors (Asghar et al., 2021, p.131). Managers can learn more about cultural diversity in the workplace and ways to deal with it by implementing inclusiveness and diversity efforts, such as making use of cutting-edge intercultural instruments and resources. Marriott has increased its collaboration with diverse organizations that aid military veterans and persons with disabilities. Employers who make an effort to accommodate their employees who are disabled, and recent veterans create a more secure workplace for everyone.
To encourage more women and people of all backgrounds to become hotel owners, Marriott began its first diverse ownership initiative in 2005 (Selin, 2022, p.13). Their efforts pay off by providing them with a steady stream of information about where to make smart investments at Marriott. Marriott sponsors an annual Ownership Educational Summit to provide prospective franchisees with motivation and information about the franchise business. Over 800 of Marriott International Inc.'s properties owned and managed by women and people of diverse backgrounds have contributed to the success of these educational summits. Around 4,000 of Marriott's global suppliers are minority- or women-owned businesses.
In its pursuit of supplier diversity, Marriott has partnered with organizations like the National Gay and Lesbian Chamber of Commerce and the Women's Business Enterprise-WBENC (Selin, 2022, p.14). The company's goal is to continue growing on a global scale. Therefore, they created an initiative called Exchanges to facilitate communication between its many international suppliers. Included are minorities, women, LGBTQ, and persons with disabilities (Alaa-Eldeen et al., 2022, p.256), as well as all assets owned by these groups, to keep the creative juices flowing and, ultimately, to foster a community that welcomes and values all members.
Despite all these initiatives, Marriott international is still a victim of intercultural challenges facing the hospitality industry. According to Grobelna (2015, p.103), hospitality industry employees are becoming more culturally diverse due to globalization's ongoing effects. Therefore, people from all walks of life must learn to cooperate and communicate to complete everyday tasks. Secondly, The Marriott hotel chain is looking for new international expansion prospects. Often, hotel managers are relocated abroad as their businesses expand internationally; when they arrive at their new location, they are instantly absorbed in the culture of their new home. 
Thirdly, employees' job discontent and irritation may emerge from managers' and supervisors' inability to effectively manage, motivate, and reward culturally diverse teams due to a lack of awareness of and sensitivity to their members' unique cultural backgrounds and experiences (Gehrels & Suleri, 2016, p.64). Finally, as more people from other countries visit, people of all origins and backgrounds will inevitably continue to connect (Qadri et al., 2016, p.5). Thus, competent hospitality workers should be able to comprehend and empathize with customers from various cultural backgrounds.
[bookmark: _Toc131589079]Reason for addressing the 2 Priority Areas
Knowledge and abilities are the only sources of competitive advantage in today's increasingly complex and obtuse global business environment. Many businesses view training as an instrumental means toward their goals. As a result, training employees is rapidly becoming the best way to meet the increasingly complicated challenges businesses face today (Prasanth, 2015, p.28). Therefore, Marriot needs to improve its training and development strategies to cope with the increasingly dynamic and complex challenges in the business today, including globalization, the rising value of intellectual assets and human capital, increasing focus on customer service and quality, emerging technology in the hospitality industry and high-performance framework needs in the workplace.
Diversity is of paramount significance in the hospitality industry. It makes the workplace more pleasant, raises morale, broadens participation in decision-making, encourages original thinking, and aids in market research and client analysis. Having visitors and employees from all walks of life is a great way to foster a community atmosphere and encourage the exchange of ideas. Dissimilarities pique interest and provide an excellent opportunity for employees and visitors to bond over their shared interest in learning something new. When handled properly, diversity can introduce fresh eyes and new ideas to the planning and execution of events (Alaa-Eldeen et al., 2022, 247). Hotels that demonstrate a commitment to diversity and inclusion are more likely to draw a wide range of customers for events like weddings, meetings, and other special occasions. Marriot, therefore, needs to make an effort to educate its staff about the value of diversity and how to best serve customers from all over the globe. Thus, having a more culturally, socially, and economically diverse workforce improves both dialogue and observation and the quality of services provided to customers.
[bookmark: _Toc131589080]Recommendations and strategies

[bookmark: _Toc131589081]a) Utilizing AI technology in HR

AI-based recruitment: With the help of A.I., data extraction algorithms may automate the process of analyzing a resume and pulling out the pertinent details (Johansson & Herranen, 2019, p.17). Using A.I. to develop applicant ranking algorithms helps streamline the review process for hiring managers. In a candidate rating system, artificial intelligence algorithms understand candidates' scoring functions using training information provided by human interviewers. 
Chatbots, introduced by Jatobá et al. (2019, p.138), are AI-powered hiring aides that allow for one-on-one and timely communication with applicants via email, text message, or conversation box. It's noteworthy that AI-driven evaluation techniques can gather information on candidates' behavioral characteristics, which are important when filling vacancies. Instead of devoting a huge amount of time and energy to reviewing and skimming through applications, employers can utilize A.I. to rapidly connect with the finest talent management prospects (Leong, 2018). AI-driven hiring and talent evaluation allows for the ranking of candidates and the identification of the top achievers.
Employee training: Chatbots enabled by AI can give workers individualized assistance and facilitate access to data on HR practices, benefits, and educational possibilities (Sanyaolu and Atsaboghena, 2022, p.3). In addition, AI may examine worker opinions and comments to determine where enhancements would boost morale and productivity.
Employee performance: By analyzing information on productivity, enrollment, and other variables, AI can assist managers in making more objective judgments about employee performance (Sanyaolu and Atsaboghena, 2022, p.3). AI-enhanced performance management solutions can offer customized suggestions for future practice and guidance toward attaining specific objectives to further aid workers in their pursuit of professional growth and organizational success.
[bookmark: _Toc131589082]Ethical issues with AI Applications in HR

Deliberate or accidental bias can both be introduced into technological systems. This is because AI is programmed by humans, which introduces the possibility of inaccuracy or biases. As a result, it is entirely reliant on historical information for analysis and forecasting purposes. If biased AI technology is used, the results may be skewed. Using biased technologies might introduce unintentional bias into an organization's talent recruitment process (Sanyaolu and Atsaboghena, 2022, p.4). In other words, Data science studies applied to humans can be at odds with society's values when determining something as personal as someone's fate.
A significant ethical problem when considering AI in the workplace is its possible discriminatory effects. Gupta and Mishra (2022, p.9) state that only 22% of AI workers are women. As a result of the lack of women working in artificial intelligence, harmful gender biases and stereotypes persist in the field. It's no coincidence that the virtual assistant Cortana is all portrayed as female. Their meek demeanor shows how AI has the potential to perpetuate and amplify societal biases against women.
Privacy concerns: There could be discrimination if the employer and the AI-driven equipment gather personal data unrelated to the work when screening applicants (Bankins, 2022, p.844). AI-powered engagement tools may be severely limited if individuals generally start hiding information on their online platforms or industrial association profiles.
Therefore, human resources procedures must incorporate ethical and transparent uses of AI and ethics technology (Jobin et al., 2019, p.390). Human resources departments are responsible for guaranteeing that AI algorithms are impartial and transparent to employees. Human resources workers should also be educated about the ethical considerations involved with AI use and taught how to safeguard employees' rights to privacy and autonomy.
[bookmark: _Toc131589083]b) High-Performance Workplace Practices 

HWPs are contemporary methods of managing staff, including comprehensive knowledge and skill gaining initiatives, competitive compensations, incentives for teamwork, and decentralized teams. According to Dorta-Afonso et al. (2021, p.3) implementing and refining these HPWS, businesses can enhance their employees' quality of life, boosting productivity and decreasing turnover. Besides that, Murphy et al. (2018, p.367) found that organizational performance, productivity, and revenues all improved significantly when implementing HPWPs. 
Therefore, Marriott Inc. can significantly benefit from implementing and enforcing HWPs. Studies have shown that workers like HRM practices that are part of HPWS, such as pay and benefits, job stability, and possibilities for advancement and growth (Tawk, 2021, p.400). Studies have shown that outstanding performance workplace strategies improve worker satisfaction (Twak, 2021, p.339). As a result of HPWS, businesses in the hotel industry can provide more direct financial and non-financial incentives to their staff, such as training and professional growth (Safavi & Karatepe, 2018, p.1115).
[bookmark: _Toc131589084]c) Improving diversity in the workplace

According to Cletus et al. (2018, pp.46-49), workplace diversity can be enhanced by enabling the following: 
· Team building and communication: Team building exercises help workers connect and improve their ability to communicate and work together in various contexts. Ultimately, it facilitates better communication and opens doors to greater workplace and interpersonal respect.
· Understanding discrimination.
· Determine individual perceptions.
· Cultural empowerment.
· Workplace orientation.
· Defining job orientation.
Besides, Chavan (2019, p.65) has identified three key strategies for achieving diversity in the workplace, including. 
· Increasing sensitivity to other cultures through formal instruction and learning.
· Ethical ideals should be implemented to bring about change by updating and modernizing the company's culture of common beliefs and conventions that govern employees' actions and attitudes regardless of ethnicity or background. Consequently, computerized workplace systems will become more unified. Self-determination theory (SDT) is useful in encouraging the autonomy-supported coaching and training necessary to regulate social behavior and mold managerial settings.
· Leadership that encourages participation and cooperation among its followers is more likely to succeed in reducing prejudice and encouraging the implementation of new ideas and practices.
[bookmark: _Toc131589085]d) Responding to employees’ turnover rate

It is hinted that hospitality's social and ecological activities offer much more to overhauling H.R. activities, particularly regarding staff retention. The hotel industry may improve its retention rates by implementing sustainable H.R. practices that listen to and respond to employees' needs and concerns about their jobs. Ghani et al. (2022) noted that HRM processes, including salary management, shape employees' workplace perspectives, hiring, training, growth, appraisal, and management enhance worker retention. Besides that, the retention rate increases when HR policies and procedures encourage staff members' growth both individually and professionally. In addition to ensuring that workers have the necessary skills, talents, and knowledge, successful HRM strategies also keep workers motivated. Improved staff retention, output, and morale contribute to a successful business.
According to Davis (2018), retaining employees is contingent on their level of satisfaction with their jobs. This satisfaction level can be increased through promoting a healthy and productive workplace through sustainable policies and procedures for employee relations, career development, communication, and hiring.
Besides, Allen (2008, p.23) suggested the following strategy for employee retention; 
· Socialization: among techniques falling under socialization are pairing new hires with more experienced workers to serve as a lead team and providing official and informal training and education opportunities.
· Training and development: Mounting research show workers increasingly consider training and development opportunities when deciding whether to leave their current position. In addition, you should consider how tying some forms of professional growth opportunities to employee retention could be beneficial. Training personnel at all levels of an organization's structure provides a great chance to improve workflows, boost productivity, and keep talented workers in their positions.
· Compensation and reward: Using incentives to keep employees around requires careful thought. One is to set the standard for compensation in the market. In addition, incentives can be customized for each participant.
[bookmark: _Toc131589086]e) Promoting Functional Flexibility through H.R. practices

Beltrán‐Martín and Roca‐Puig (2013, p.648) suggested that employee functional flexibility can be improved through the following H.R. practices;
· Job enrichment.
· Equitable rewards.
· Development appraisal.
· Human capital-enhancing practices.
The above H.R. practices positively influence the employees' skill and behavioral flexibility in different ways thereby improving the overall organization performance through employee satisfaction.
[bookmark: _Toc131589087]f) H.R. Business Partner Model

Ulrich's (1997) H.R. business partner model states that human resource management professionals should act as staff advocates, agent of transition, operational elite, and, most crucially, leaders' critical allies in putting into action and influencing the organization's strategy. According to Ulrich's framework, HRM should continue to play the following responsibilities: 
· One who strategically positions the organization’s HR.
· An agent of change.
· A trustworthy campaigner who follows through on their promises.
· An individual whose job is to strengthen organizations by shaping their practices, norms, and identities. 
· A human resources innovator is someone who creates innovative HR methods to address issues in the commercial world. 
· One who advocates for the increased use of technology as a means to increase output and strengthen relationships.
By assuming the abovementioned responsibilities, Marriott's HRM leadership can significantly benefit from Ultrich’s talent management perspective.
 [image: Diagram
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Figure 1: Ultrich’s HRM partner model (Gerpott, 2015, p.218)
[bookmark: _Toc131589088]Benefits of the recommendations to Marriott’s Priority areas
The recommendations above and strategies can be utilized collectively by Marriott Inc. to improve its training and development programs while enhancing diversity in its workplace. It is essential to seek out and engage qualified individuals from various backgrounds to create a diverse workplace. Marriot leadership and other decision-makers must therefore eliminate prejudice from the selection process. A diverse workforce is the natural outcome of an organization's ability to overcome prejudice and hire the most competent individuals, those with the appropriate education, qualifications, expertise, and skills. Create a panel of interviewers from different backgrounds to guarantee that candidates are selected based on their capabilities.
To successfully handle a multicultural workforce, Marriott Inc. must prioritize open lines of communication with all staff members. It is essential to establish uniform guidelines for all workers, regardless of their demographic makeup. Management should use consistent criteria to ensure everyone is handled fairly when making employment decisions. Managers should also avoid stereotyping workers based on appearance or other personal characteristics. Instead of attributing behavior to an employee's upbringing, Marriott management should evaluate performance based on the person's merits.
Implementing the proposed diversity strategies in the workplace will enable Marriott to overcome inclusion and diversity challenges through the following.
Enhanced ethics and cultural awareness: Cultural awareness is the benefit of employing a diverse workforce. Marriott's multicultural clientele mirrors the diversity of its staff, which can be a source of competitive edge in the long run, thanks to the unique perspectives and skillsets that employees from different backgrounds and cultures bring to the table. Employees from various cultural backgrounds boost productivity and improve work ethics and the team's overall understanding of and respect for all cultures.
Building brand image: Having employees from many different backgrounds can help a business blend in with the neighborhoods it services. A positive public image like this in the hospitality sector can help Marriott gain more customers from underrepresented groups (Alaa-Eldeen et al., 2022, p.253).
Professional commitment: Some cultures appear more willing than others to treat hospitality as a career, and as such, their workers bring a new perspective to the table, one that emphasizes professionalism, a hunger for Knowledge, and a desire to make a positive impact. Such professional commitment reduces employee turnover.
Improved customer service: When people's worldviews and experiences vary, they often look at the same issue differently. Members from various backgrounds can better relate to and assist clients with comparable experiences. Customers appreciate it when businesses hire people who share some of their interests and values. When they are around people who share similar experiences and perspectives, they feel accepted and are more likely to engage with the group.
A variety of Knowledge and Skills: Employees from different cultural backgrounds have different perspectives, and the Knowledge and experience they contribute to the hotel can enrich the guests' stay. It could change their worldview and how they tackle issues in the future. When people donate their unique perspectives, experiences, and skills to the workplace, they help the group become more creative and responsive to the ever-changing needs of the market and its clientele.
Staff training improves workers' capabilities and gives them a competitive edge. People's personalities and abilities in the workplace will benefit from quality instruction. Workers, supervisors, and the business will benefit from training, but customers will also benefit because of improved output (Hazra et al., 2017, p.29). Besides, work stress and employee attrition can be reduced through regular training, leading to lower labor costs and higher-quality output. A summarized benefit of training and development to Marriott is shown in the table below.
[image: figure 1]
Figure 2: benefits of employee training (Gazija, 2011, p.4)
[bookmark: _Toc131589089]Conclusion

In summary, managing human resources is essential to success in the hospitality industry. Since failure is a real possibility in such a cutthroat market, success often hinges on a company's ability to attract, retain, and cultivate its best employees. Some of the most pressing problems in talent management within the hospitality sector have been identified, and solutions have been proposed in this paper.
One of the most important lessons from this report is emphasizing employee engagement, satisfaction, and growth to create a dedicated and competent team. This can be accomplished in several ways, including using effective talent management systems and processes and giving competitive remuneration and benefits packages, chances for growth and development, establishing a positive and inclusive workplace culture, etc.
The passion of business leaders and human resources experts will determine whether talent management initiatives in the hospitality sector succeed. Organizations in the hospitality sector can position themselves for long-term success by taking a proactive and strategic approach to people management.
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